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MANAGERIAL STRATEGIES FOR REDUCING EMPLOYEE TURNOVER IN BANKING
INSTITUTION

Abstract. Today, the main problem of banking institutions is a significant level of staff
turnover, which leads to a decrease in the stability and prospects of the financial sector in general.
The purpose of each bank is to meet the needs of clients and to generate profit from its activities. To
ensure the efficiency of its work, the bank uses staff, which, in turn, utilizing the knowledge,
professional skills and professionalism, is one of the most important resources of this institution. In
the current state of the domestic economy, banking institutions and enterprises are trying to
introduce new standards of work with personnel to increase the efficiency of their activities. The
problem of staff turnover is common in the banking sector. Most of banks suffer from a permanent
shift in the staffing of the internal reserve, and stressful situations resulting from this. To analyze
the causes and solve the problems of staff turnover at the level of strategic and tactical planning. To
study the social and psychological methods of managing the authors of the article developed the
questionnaire that allows them to analyze the staff’s satisfaction with the style of leadership, the
degree of motivation, and to identify the features of personnel management, the impact of social
and psychological aspects of management on staff turnover. Based on the answers to the
questionnaire, the index of satisfaction was calculated and the factors causing the greatest
satisfaction and the greatest dissatisfaction of the personnel by work organization in PJSC CB
«PrivatBank» were determined. The article proposes concrete ways to reduce staff turnover. These
propositions and developments can be actively used in the practical sphere of PJSC CB
«PrivatBank», which will improve the psychological climate in the team, increase the efficiency of
work of the employees and increase their level of loyalty to the bank.

Keywords: personnel, staff turnover, personnel loyalty, social and psychological aspects,
motivation, strategy, personnel management.
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CTPATEI'TYHE BUPILIEHHSI IMTAHHS IIVIMHHOCTI KAIPIB
Y BAHKIBCBHKIA YCTAHOBI

AHoTauisi. CpOrofHi TroJIOBHOIO MpoOieMOI0 OaHKIBCBKMX YCTaHOB € 3HAUHUU piBEHb
TUTMHHOCTI MEPCOHAIY, 1110 3YMOBIIIO€ 3HIKEHHS CTa0UIbHOCTI 1 mepcnekTuBy (pinancoBoi chepu B
nitoMy. MeTor KOXHOTO OaHKy € 3aJ0BOJICHHS MOTpeO KIIEHTIB Ta OTPUMAaHHS MPUOYTKY Bix
cBoei aisutbHOCTI. [1[00 3a0e3neunTn ePeKTUBHICTE CBO€EI pOOOTH, OaHK BUKOPHCTOBYE IEPCOHAIT,
SKHUH, Y CBOIO 4epry, BUKOPHUCTOBYIOUH 3HAHHS, ()axOBi HABMUYKU Ta NPOQECiOHaNI3M, € OTHUM i3
HaMBAXUIMBIMINX PECYpPCiB IIOTO IHCTUTYTY. B yMOBax Cy4acHOro CTaHy BITYM3HSHOI €KOHOMIKH
0aHKIBCHKI YCTaHOBHM Ta MiANPUEMCTBA HaMararoThCi 3alMpOBaJAUTH HOBI CTaHJAApTU POOOTH 3
MEePCOHANIOM JUIsl MiABUIICHHS e()eKTHBHOCTI CBO€T misuibHOCTI. [IpoOiieMa TIIMHHOCTI KajapiB €
HEMOOJAMHOKUM TPUKJIAToM Yy OaHKIBChKii cdepi. binbma yacTka OaHKIB cTpaXkaae Bil MOCTIMHOT
3MIHU KaJpiB y BHYTPIIITHHOMY PE3€pBi i CTPECOBUX CHUTYallil, Ki BUHUKAIOTh YHACTIOK LHOTO.
Baprto npoananizyBatu NpuYuHM 1 BUPIIIUTH MUTAHHS TUTMHHOCTI KaJIpiB HA PiBHI CTPATETIYHOTO Ta
TaKTHYHOTO TUTaHyBaHHA. JIJIS JOCHIHKCHHS COMIATbHO-TICHXOJIOTIYHMX METOJMIB YIPaBIiHHSI MH
PO3pOOUIIHN aHKETY, SKa JI03BOJISAE IPOAHAII3yBATH 3a/I0BOJICHICTh IEPCOHATTY CTHIIEM KEepPiBHUIITBA,
CTYIIEHEM MOTHUBAIlil, BHABUTH OCOOJIMBOCTI YIPABIIHHSA MEPCOHANy, BIUIUB COLIAIBHO-
TICUXOJIOTTYHHUX aCTeKTIB yMpaBIliHHA HA MIIMHHICTH KaipiB. Ha 0cHOBI BiAMOBieH Ha MOCTaBIEHH1
B aHKeTI 3amuTaHHs OyJ0 pO3paxOBaHO IHJAEKC 33J0BOJICHOCTI Ta BHU3HAa4eHO (akTopw, mI0
BHUKJIMKAIOTh HAHOUIBIY 3a/JI0BOJICHICTh 1 HAHOUIBINY HE3aJ0BOJIEHICTh MEPCOHATY OPTaHi3alli€ro
npaui B [TAT Kb «IIpuBarbank». 3anponoHoBaHO KOHKPETHI IIISXU 3HHKEHHS TUIMHHOCTI KaJpiB.
[Tpomo3umii i po3poOku MOXYTh aKTUBHO 3acTocoByBaTtuch y mpakruuHii cdepi I[IAT Kb
«[IpuBarbank», 110 AaCTh 3MOTY MOJIMINUTH TCHXOJOTTYHUN KITIMAT y KOJIGKTHBI, IiIBUIIUTH
eeKTUBHICT POOOTH NPALIBHUKIB 1 30UIBIINTH PiBEHb IXHBOT JOSIBHOCTI 10 OaHKY.

KuarodoBi cjioBa: mepcoHan, IUIMHHICTH KaJpiB, JIOSUIBHICTh TEPCOHANY, COIliajdbHO-
TICUXOJIOTTYHI aCTIEKTH, MOTHUBAILliS, CTPATErisl, YIPaBIiHHS IEPCOHATIOM.
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CTPATEI'MYECKOE PEHIEHUE BOITPOCA TEKYYECTHU KAJIPOB
B BAHKOBCKOM YYPEXJIEHUA

AnnoTtanusi. Cero/iHs ri1aBHOM mpo01eMoit 0aHKOBCKUX YUPEKJICHUN SBIISCTCS 3HAYUTEITLHBIN
YPOBEHb TEKYYECTH TIepCcOHaja, YTO NPUBOJUT K CHIXKEHUIO CTaOWMIIBHOCTH U TMEPCIEKTHBBI
¢unancoBoit cepsl B menoM. Llenmbro Kaxaoro OaHKa SIBISETCS YIOBJIETBOPEHHE HOTPEOHOCTEH
KJIMEHTOB M MOJIy4eHUs NPUObUIM OT CBOEH JesTenbHOCTH. UToOb! obecneunTh 3(pPeKTUBHOCTL CBOEH
paboTbl 0aHK UCHOJIB3yeT MEepCOHal, KOTOpbIi, B CBOI O4Yepelb, HCIOJIB3ysd 3HAHUS,
npoQeccuoHabHbIe HaBBIKA U MPO(ECCHOHATIM3M SIBIISIETCS OJHUM U3 BAXHEHIINX PECypcoB 3TOTO
MHCTUTYTa. B  yCIIOBHSX COBPEMEHHOTO COCTOSIHHS OTEUYECTBEHHOW HKOHOMHKHA OaHKOBCKHE
VUPSKICHUSI W TIPEINPUATHS TIBITAIOTCS BHEAPUTH HOBBIE CTaHAAPTHI PabOTHl C MEPCOHATIOM IS
nmoBeIIIeHUs 3(dexktuBHOCTH CcBOel AesTenmbHOCTH. [IpoOiieMa TEKydecTH KaJipoB —SIBIISICTCS
HEOJIMHOYHBIM TIPUMEpPOM B OaHKOBCKOW cdepe. bompimas yacTh GaHKOB CTpagaeT OT MOCTOSHHOU
CMEHBI KaJIpOB BO BHYTPEHHEM DPE3EPBE, U CTPECCOBBIX CUTYALUH, BO3HUKAIOIIUX BCIEJICTBUE ITOIO.
HyxHo npoanani3upoBaTh NPUUYMHBL U PELINTH BOIPOC TEKYYECTH KaJIPOB HA YPOBHE CTPATETMUYECKOTO
U TaKTUYECKOro IUIaHMpoBaHMs. /[l HcclienoBaHMs — COLMAIBHO-TICUXOJIOTMYECKUX  METOJIOB
YIIpaBJICHUST Mbl Pa3pabOTaId aHKETY, KOTOpas MO3BOJIET MPOAHATU3UPOBATH YIAOBIETBOPEHHOCTh
MEepCOHaNa CTWJIEM pPYKOBOJCTBA, CTENEHBIO MOTHBALIMK, BBISBUTH OCOOCHHOCTH YIpPaBICHUS
MEPCOHANA, BIMSHUE COLMAIBHO-TICUXOJIOTUYECKUX ACHEKTOB YIPaBJIEHHUs Ha TEeKydecTb Kajipos. Ha
OCHOBE OTBETOB Ha ITOCTABJICHHBIE B aHKETE BOMPOCH! OBLIH pacCUNTAaHbl HHACKC YIOBJIETBOPEHHOCTH H
ompezeneHbl  (aKTOpbl, BBI3BIBAIOIIAE HAMOONBIIYI0  YJOBICTBOPEHHOCTh M HAWOOJIBIIYIO
HEYJIOBJIETBOPEHHOCTh mepcoHaia opranmzauueit Tpyaa B [TAO Kb «llpuarbank». Ilpennoxenst
KOHKPETHbIE ITyTH CHIKEHUS TEKy4eCTH KaJpoB. JlaHHbIE MPEI0KEeHHs U pa3pabOTKU MOTYT aKTHBHO
npumMensTeest B mpaktuueckor cdepe IIAO Kb «IIpuBarbank», dYTOo TO3BOIMT YIyYIIUThH
MICUXOJIOTHYECKUI KIMMaT B KOJUICKTUBE, MOBBICUTH 3(PPEKTUBHOCTh pPabOTBl COTPYJHHUKOB U
YBEIUYHUTH YPOBEHb UX JIOSUIBHOCTH K OaHKY.

KiroueBble cjoBa: mnepcoHas, TeKy4yecTb KaJpoB, JIOSJIBHOCTh MEPCOHANA, COLMAIBHO-
MICUXOJIOTHYECKHE ACTIEKThI, MOTUBALIUS, CTPATEIHsl, YIIPABJICHUE TIEPCOHATIOM.

®opwmyit: 0; puc.: 6; Tadmn.: 2; 6ub.: 10.

Problem statement in general form. Today, the main problem of banking institutions is a
significant level of staff turnover, which leads to a decrease in the stability and prospects of the financial
sector in general. At the current stage, when the economy needs development and growth, banks have
become one of the most important financial institutions that carry out various operations. The purpose of
each bank is to meet the needs of clients and to generate profit from its activities. To ensure the
efficiency of its work, the bank uses staff, which, in turn, utilizes knowledge, professional skills and
professionalism is one of the most important resources of this institution. In the current state of the
domestic economy, banking institutions and enterprises are trying to introduce new standards of work
with personnel to increase the efficiency of their activities. The problem of staff turnover is common in
the banking sector. Most of banks suffer from a permanent shift in the staffing of the internal reserve,
and stressful situations resulting from this.
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Labor resources, working as a well organized mechanism, are a guarantee of a significant financial
performance of banking institution. If there is no motivated staff, then all the efforts aimed at the success of
the company can be nullified. That is why the issue of a successful motivational program and solving the
problem of employee turnover at the level of strategic and tactical planning is one of the most important and
needs to be processed.

Analysis of recent research and publications. The issues of staff turnover in enterprises and banks
were studied by such scientists as: Brovar O. V. [1], Hetman O. O., Salimov A. A. [2], Danylevych N. S.,
Zheltova N. P. [3], Danalaki V. V. [4] Konovalenko V. A., Konovalenko M. Y., Solomatin A. A. [5], Paladii
M. 1. [6], Samoliuk N. M., Yurchyk H. M. [7] and others. They provided theoretical substantiation of staff
turnover and exposed a number of major shortcomings. However, the problem of improving methodological
approaches to staff turnover in banking institutions requires further thorough research.

Setting objectives. The aim is to analyze the causes and solve the problem of at the level of strategic
and tactical planning.

Presentation of the main research material. Employee turnover is a certain social and economic
process characterized by a change in the staff composition over a period of time under the influence of
specific factors. Staff turnover does not arise out of nowhere and demonstrates serious problems in personnel
management and in bank management on the whole. Excessive staff changes negatively affects the morale
integrity of employees who continued working in the bank and they are always accompanied by additional
expenses such as training a new employee, reducing income during this period. This phenomenon is
explained by a number of reasons, which can be divided into two groups: objective (external) causes and
subjective (internal) ones.

If we talk about objective reasons, first of all, it should be noted that the independence of the
employee grows, his loyalty to the organization reduces, the emphasis on achieving their own goals
increases, and at the same time the ideological component of work becomes smaller.

There are more subjective reasons than objective. These reasons are individual and vary in different
official, professional and age groups. If in small banks the reason for the resignation of a specialist is
obvious, then in large banks, getting such information is complicated. The assessment of the true reasons for
the dismissal of an employee in this case becomes subjective and with a certain probability has a share of
fallibility [5].

To study the social and psychological methods of managing the authors of the article developed the
questionnaire that allows them to analyze the staff’s satisfaction with the style of senior-management, the
degree of motivation, and to identify the features of personnel management, the impact of social and
psychological aspects of management on staff turnover.

The basic institution for staff turnover problem research is PJISC KB «PrivatBank», the leader of
retail banking in Ukraine. It owns the second largest network of branches and provides the largest number of
jobs in the banking sector [9].

The survey was attended by 50 respondents aged from 20 to 50 years.

Based on the answers to the questionnaire, the index of satisfaction was calculated and the factors
causing the greatest satisfaction and the greatest dissatisfaction of the personnel by work organization in
PJSC CB «PrivatBank» [10] were determined.

Having analyzed the results of questionnaire survey in PJSC KB «Privatbank», it was managed to
identify some main reasons for the instability of bank staffing:

1. Imperfect staff recruitment system. It is necessary to pay more attention to the improvement of
staff recruitment — to recruit the staff according to the principle «appropriate person to the appropriate job.»
This principle involves taking into account the personnel’s qualities, desires, and skills when applying for a
job.

2. Slow career advancement of employees. It is necessary to provide career planning in which the
employee can improve professionally and not change the position. The management of PJSC CB
«PrivatBank» should make efforts to motivate an employee to work more diligently and actively in the
workplace.

3. Lack of clear staffing strategy. Solving staff turnover problem should be a strategic task for
both staff management department at the head office, and separate structural subdivision.



One of the reasons for employee to leave their jobs is the motivational component — career growth.
On this basis, it can be said that the level of motivation depends not only on the effectiveness of the set
standards, but also the period of the time the employee occupies the particular position and willing to work
for organization. Let’s establish a parallel between higher needs and intangible motivators of bank staff
(according to McClelland’s theorem): willing to cooperate characterizes the aspiration of the employee to be
a part of the team united by corporate culture; the need for achievements is based on the participation in
decision-making, taking the initiative in reaching the goals, the constant and specific encouragement of them
in accordance with the results attained; the wish to rule is determined by the opportunity for career
advancement [4, 5].

It is the failure to meet the listed demands that makes people to think about finding a new place of
work.

Thus, according to the results of the search conducted by PJISC CB «PrivatBank, the reasons for
resignations in 30 cases out of 100 were low income, in 23 — the low career growth potential, in 16 — the
work became a routine.

Interesting high-paying jobs without any prospects for advancement in career can not always retain
a good specialist. This statement is confirmed by the high employee turnover of PJISC CB «PrivatBank» [9].
Having analyzed the personnel policy, it was found out that banks prefer cash incentives for employees.
There is a table presenting cash incentives of PJSC CB «PrivatBank» for employees (Table 1) [8].

Table 1
Cash incentives for employees of PJSC CB «PrivatBank»
Title of material incentives Characteristics
Bonus Bonuses are paid to employees on condition that they improve the rates
of growth in bank.
Supplement Supplements are paid only to some employees of the bank (for

productivity, the implementation of unique responsibilities, key
competencies, seniority, and liability).

Co-payment Co-payments are paid for the duties performed instead of temporary
absent employee; for overtime; for the occupation of several posts; for
mentorship.
Remuneration for working on a holiday Remuneration is paid in double amount.
and a non-working day
One-off payments One-off payments are paid to individual employees

Having considered the system of incentives in PJISC CB «PrivatBank», a direct link between
the level of motivation and the final result of bank activity was determined. Therefore, the main
way to meet the needs of any employee is a remuneration for accomplished work that serves as an
indicator of the level of life standards and stability. At the same time, as it turned out, the size of
cash incentives is directly proportional to the financial results of bank activity. Cash incentives is
not enough.

As in other banks PJSC CB «PrivatBank» has a program of non-material incentives (Table 2).

Table 2
Types of non-material incentives in PJSC CB «PrivatBank»
Forms of non-material Characteristics

incentives

Social benefits Sacial benefits package includes: soft loans; corporate mobile communication services; legal

package advice, psychological, financial services; summer vacation for children of employees; financial

assistance; New Year’s gifts for children; compulsory health insurance.
Favorable working Guarantee of career growth; rotation; informing the employees about goals and
conditions objectives of bank; the possibility of an independent decision making within official

duties; favorable psychological climate in team; encouragement of employees for results
achieved; providing opportunities for participation in the decision-making process;
support for initiative staff, mentoring; delegation of responsibility and authority.

Promotion Recognition as «The Best»; invitation to corporate events; public thanksgiving,
memorable gifts for employees / departments on behalf of senior-management; a record
of achievements in staff member’s personnel file; awarding diplomas; contests,
tournaments, sports events; greeting.
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An important part of the effective work of any team is the managerial style of the leader.
PJSC CB «PrivatBank» uses several management styles. The senior-management listens to the
views of its staff on important work issues, practices the system of collective decision-making,
creates a favorable psychological climate in the team, defends the interests of subordinates, that is,
it uses the methods inherent for democratic style of management. But at the same time there is a
strict, detailed control, widely used orders, punishments, remarks, reprimands, deprivation of
various privileges. The senior-management style is generally satisfied by the staff (Figure 1).

m fully satisfie(
mainly satisi

H neutral

7% m not complett

Fig. 1 — Staff satisfaction with senior-management style.

One of the objects of the study was the corporate ethics of the bank. In order to improve team
cohesion, increase the efficiency of personnel and create a positive image of the company PJSC CB
«PrivatBank» created its own Code of Corporate Ethics. The employees of the bank feel the
advantages of the code, they consider their team friendly, united by common goals and corporate
culture, as evidenced by a high index of satisfaction (I1zp7 = 1.9 and 1zp8 = 1.42) (Figure 2) .

4%
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difficult to ar

Mt is not abor

Fig. 2 — Staff Satisfaction with Corporate Banking Ethics.

Most of the existing social and psychological aspects of personnel management have a
positive effect on the level of staff satisfaction, but some employees, nevertheless, are dissatisfied
with the existing prospects (I1zp2 = 0.214) (Fig. 3).

6
5

N W s

0 5 10 15 20 25 30

1. —prestige and credibility of the company; 2. — stability and confidence in the future; 3. — high salary; 4. — willingness
to realize potential; 5. — impossibility to find high-paying job; 6. — necessity to earn one’s living

Fig. 3— The greatest dissatisfaction with solving social problems.
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For those working in PJSC CB «PrivatBank» there are insufficient conditions for career
growth — it does not allow them to realize themselves as a professional and to pursue a successful
career.

Figure 4 presents the factors that determine the main reasons for working in the bank

1.- organisation of work; 2.-remuneration; 3.-management system; 4. — social and psychological climate; 5. — medical
service; 6. — system of loans; 7. — lack of interest from management; 8. — career growth

Fig. 4 — Factors determining the motive for working in the bank.

The imperfection of the social and psychological climate is directly related to the specifics
of the work of employees in PJSC CB «Privat Bank», namely, communication with people.
Sometimes the clients make the atmosphere of working negative. The degree of influence on the
psychological state of the worker depends on his character and temperament; therefore, in order to
reduce this influence, it is necessary to choose the employees with a stable mind and a low level of
perception of external pressures. It is necessary to solve this problem at the stage of the formation of
its own team, namely interview or preliminary testing.

In most cases, even workers with a persistent mental health need psychological relief.
Therefore, at the end of the month, it is important to conduct psychological trainings for the team,
where everyone could share their work difficulties that arose during work. Such practice will make
it possible to unite their employees to achieve common interests [4].

Under the influence of the working process, many overestimate their values and needs, but
every bank employee considers own career to be in the priority. Therefore, the prospect of growth is
one of the greatest incentives for good individual results for everyone. The main motives for
working in PJSC CB «PrivatBank» are shown in Figure 5.

0 5 10 15 20 25 30

1. — willingness for career development; 2. — opportunity for independent work;

3. — opportunity to be excellent staff member; 4. — opportunity to get work experience; 5. — good relationship and
working environment; 6. — willingness to be innovative; 7. — respect and recognition from management; 8. — opportunity to get
remunerations

Fig. 5— Motives of the work of PJSC CB «PrivatBanks».

In PJISC CB «PrivatBank» there is a three-level system of organization of work. Each level
differs by the norm of working hours and salary scale. Career growth is possible only on condition
of good and effective work of the employee. Applying for a high position is much more
complicated. The obstacle is a large number of people working in the department, therefore, from
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15 to 20 candidates can be applied for the post of the head. Usually these are employees who
perform high results of their work.

The process of conducting a competition among those who want to take up a post may be
complex and take a long time. Therefore, it is necessary to introduce certain criteria that could limit
the range of candidates.

The requirements should be connected not only with effective work, but also certain
personal achievements (respect in the team, good customer’s feedback, excellent evaluation by the
secret customer).

It is advisable to include in this list: — fixing achievements that will help to identify a better
worker and increase competition and activate the desire to stand out among the staff; — ability to
influence decision-making on problems concerned to everyone. It is possible to realize this through
joint meetings, questioning, and voting; — conducting competitions of professional skill, rewarding
winners with honors, bonuses.

In order to maintain certain level of motivation in a team it is necessary to choose a person
who will supervise it and will be able to use this or that incentive method in time to improve the
efficiency of staff [5].

Consequently, there are many social and psychological problems in personnel management
that affect the bank’s activities. Each of them affects both the team itself and the work of the entire
banking institution. Problems detected in time and their effective elimination are the key to the
successful work of the team, and in the future, and the activities of the entire bank. PJSC CB
«PrivatBank» at first glance is the embodiment of a well-organized company, which pays much
attention to social and psychological management of personnel. But management is more directed at
the team and does not pay due attention to individual problems that are related to the specifics of
work and the need for self-realization.

The article proposes concrete ways to reduce staff turnover. These propositions and
developments can be actively used in the practical sphere of PJSC CB «PrivatBank», which will
improve the psychological climate in the team, increase the efficiency of work of the employees and
increase their level of loyalty to the bank. It should be noted that loyalty is an important human
resources management tool. It develops at a high level when a group of people is a big team and
works to achieve the overall goals and interests of the bank, when employees have a desire to
contribute to the development of a banking institution.

As it was mentioned above, the slow growth of employees’ career is a significant cause of
staff turnover. If an employee has been working for a year and is not going to change workplace,
then he is satisfied by his workplace. But that does not mean that his needs are ignored. Many
workers resign after several years of work because of unjustified expectations of career growth. It is
necessary to use such career planning, in which an employee can grow and improve professionally
without changing his position. At this stage the management of PJSC CB «PrivatBank» should
make an effort to motivate an employee not only to remain on workplace, but to work more
diligently and actively. The bank needs to take a closer look at its system of motivation and its
effectiveness, as one of the key issues is the low interest of employees in the development of the
bank.

But in fact, the problem of staff turnover originates at the initial stage of cooperation
between «employee-manager» — at the stage of recruitment. Very often the management, trying to
hire employees for vacancies as quickly as possible, does not make a proper choice. More attention
is needed to improve the recruitment of employees. It is necessary to recruit staff according to the
principle «appropriate person to the appropriate place». This principle involves taking into account
the personal qualities desires, skills and abilities of an employee. The solution to the problem of
staff turnover should be a strategic task not only for the department of personnel management at the
head office, but also for a separate structural subdivision, a branch. Let’s consider staff turnover at
the level of strategic and tactical planning. After all, the development of the strategy of work with
personnel is undertaken by the authorized department, and it is implemented by the HR manager

(Fig. 6).
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Fig. 6 — The scheme of solving staff turnover at the level of strategic and tactical planning.

Measures proposed to solve existing problems: — selection of employees who are
motivated, with persistent mental health to form a strong team, taking into account the specifics of
work in bank; — support of motivation of each worker and conducting trainings for psychological
relief of the collective; — improving the level of staff satisfaction by improving the old and
developing new motivational programs, solving social issues and creating new career opportunities;
— solving the problem of reducing staff turnover at the strategic and tactical planning stage.

The main tools for the implementation of personnel strategy is internal PR, corporate
culture, the process of adaptation of new employees, positive microclimate in the team. The
successful use of these instruments creates a positive internal image of the bank and loyalty of
employees.

Conclusions and directions of further researches. Thus, staff turnover is one of the key
problems that need to be resolved by all means. The bank needs to look more closely at its system
of motivation, the recruitment procedure and the effectiveness of strategic and tactical planning
systems of organizational actions. It should be noted that this problem can be solved by applying
such tools as: corporate culture; positive climate; internal connections. In the most effective way
these tools operate in a complex interconnection. It is also necessary to increase the loyalty of
employees to the banking institution, to raise the problem of staff turnover as a goal of strategic
planning, which will be reflected at all current stages with the appropriate degree of control. Thus,
the introduction of the proposed changes can eliminate the staff’s dissatisfaction with the
problematic aspects, solve the problem of staff turnover, and hence in the future — to increase
productivity of the personnel.
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